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CHAPTER 1: INTRODUCTION 
 
 1.1     CONTEXT 
 
Moroosi (2007:508) argues that, although South African policy guarantees equal treatment 
of everyone before the law, the reality of woman principals’ experiences suggest that 
women fight a constant battle against discrimination at two different levels: the 
organizational and social level. The adoption of the constitution of South Africa in 1994 
provided everybody with rights. The affirmative action called for the employment of 
females in top management positions and discrimination is discouraged. 
 
A South African study by Mahlase (in Moorosi, 2007:509) investigated the position and the 
experiences of black woman teachers and managers and acknowledged the treatment of 
race, culture and ethnicity as issues affecting and having defined experiences of women in 
education in general and education management in particular. South Africa has developed 
strategies to address this problem. Moloi (2007:466) indicated that many developments and 
intervention initiatives have been implemented since 1994 to address the situation. For 
example, in 2006, A course on “Gender and Leadership: Women in Education 
Management” was established for which 50 female leaders are now registered. 
Nevertheless, despite the liberation of South Africa in 1994, changes in the lives of females 
in management has been minimal. 
 
 Van der Westhuizen (1991, in Moorosi, 2007:509) indicated that women managers have 
additional difficulty performing their management roles because of conflicting attitudes and 
the stereotypes regarding what it means to be a manager.  
 
Internationally, the situation seems to differ very little: Coleman (2002:4) noted that women 
numerically dominate the teaching profession in most countries (Shakeshaft, 1989; 
Blackmore, 1989; Davis, 1990), but they hold a minority of the management positions in 
education, apart from schools which cater for very young children which are more often 
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managed by women. Despite some indications of change in practice, the survey of men and 
women head teachers at the end of the twentieth century clearly shows that a majority of 
women and a proportion of men judge that gender stereotypes, almost exclusively relating 
to women, still play an important part in the selection of head teachers for secondary 
schools in the USA (Coleman, 2002:47). 
 
 Coleman (2002:87) cited that the main gender-related problem for the women heads was 
the resentment felt by men and some women about females in a leadership role, the 
underlying belief that leadership is inappropriate for women. Ely and Meyerson (in 
Moorosi 2007:511) further argued that the social practices within organizations were 
designed by and for some privileged men who have always dominated the management 
field. This preserves male privilege and views management work as part of the public 
domain associated with men and thus privileges men and disadvantages women. 
 
Regarding the way in which a secondary school is structured, more males are found in 
secondary schools and some experiences of resisting authority from female principals are 
prevalent. Eagly (2004:187) indicated that resisting the authority of women can involve 
negative evaluation of women qualifications and performance, rejection of their effort to 
take, and sometimes outright sexual harassment. Agreeing with Eagly, Hatch (2006:275) 
cited that one of the implications of the study of gender relations is that, if current gender 
constructions lead to the devaluation of women’s work and to keep them out of positions 
and power in organizations and society, in the name of justice, these constructions need to 
be changed. Traditionally males see themselves as having power and control over women 
and therefore continue to resist female authority. This affects the effective management of 
schools and creates a negative self-image in female principals. In this regard a study needs 
to be done to understand female principals’ experiences of their leadership role. 
 
My interest in this study emerged from my experience as a female principal of a primary 
school in the Nkomazi West circuit in Mpumalanga where most of the ideas and 
contributions are male dominated. My experience is that female principals of Nkomazi 
West do have brilliant ideas which they do not voice because of the fear that their ideas will 
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not be accepted since the contributor is a female and if the ideas are voiced, it is done 
through a male. In my experience the female principals of Nkomazi West are innovative 
and their schools differ in terms of order and organization of the school, outsourcing 
knowledge and bringing in new ideas when compared to male headed schools. This is 
confirmed by the 2007 Grade 12 results where a school managed by a female reached 
position one in the circuit, and of the three female secondary principals the other school did 
exceptionally well in extra-curricular activities. Despite the good work they are doing, 
female principals of Nkomazi West do not see themselves as capable and effective, though 
others regard them as effective.  
  
In view of the above background, a study needs to be done to find out what the leadership 
experience of selected female principals in the Nkomazi West circuit is. I anticipate that 
this will raise awareness among educators in Mpumalanga Province and beyond, of the 
sometimes debilitating effect of subtle discrimination against female leaders. I also hope 
that the study may give birth to strategies to address some of the delicate issues 
 
1.2      THEORETICAL FRAMEWORK 
 
According to Merriam (1998:45) the theoretical framework is derived from the orientation 
or stance that you bring to your study. It is the structure, the scaffolding, and the frame of 
your study. Since the purpose of the study is to develop and to boost female principals of 
Nkomazi West with confidence in carrying out their duties as managers, the feminist 
approach and the critical approach are the theories that support this study. According to 
Creswell (2003:10) feminists’ perspectives center and make problematic women’s diverse 
situations and the institutions that frame those situations. Research topics may include policy 
issues related to realizing social justice for women in specific context or knowledge about 
oppressive situations for women. According to Creswell (2003:10) the critical theory 
perspectives are concerned with empowering human beings to transcend the constraints 
placed on them by race, class and gender. 
 
According to De Vos (2005:271), the phenomenological approach is used to understand the 
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everyday experience of the participant. Therefore this study will be undertaken as a 
phenomenological approach since Bisschoff (2008:24) confirms that researchers using this 
approach strive to understand the meaning of events and interactions for ordinary people in 
a particular situation. According to Merriam (2003:13) the focus would be the essence or 
structure of an experience.  
 
In collaboration with the phenomenological approach, the critical theory will be utilized 
since its aim is to empower women to go beyond constraints placed by race, class and 
gender (Creswell, 2003:10). Therefore the theoretical perspective to be utilized will be 
informed by the critical theories in conjunction with the phenomenological approach. 
 
1.3      GOAL   
 
My central research question was: 
How do selected female principals in the Nkomazi West education district of Mpumalanga 
in South Africa experience their leadership? 
 
Based on the central research question the sub-questions that this investigation seeks to 
explore were: 
 
1.  What is the female principal’s personal leadership experience? 
2. How do the female principal’s colleagues perceive their principal’s leadership 
experience? 
3.  How do the female principal’s colleagues perception of their principal’s leadership 
compare with their perception of the experience of other leaders with whom they have 
worked? 
4.  How do the female principal’s colleagues believe the female principals can enhance 
their leadership experience? 
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1.4      AIMS, OBJECTIVES AND PURPOSE OF THE STUDY 
 
The aim of my research is to investigate female principals’ experience of their leadership 
by focusing on the following: 
1. Female principals’ personal leadership experience. 
2. Female principals’ colleagues’ perception of their principals’ leadership 
experience.  
3. Female principals’ colleagues’ perception of their principals’ leadership compared 
with their perception of the experience of other leaders with whom they have 
worked. 
4. Whether female principals’ colleagues’ believe that the female principals can 
enhance their leadership experience. 
 
1.5       THE OBJECTIVES OF THIS STUDY 
  
    The objectives of this study are to: 
1. gain insight into female principals’ personal leadership experience; 
2. understand female principals’ colleagues’ perception of their principals’ 
leadership experience; 
3. compare the perception of female principals’ colleagues of their principals 
leadership with their perception of the experience of other leaders with whom 
they have worked; 
4. explore how the female principals’ colleagues believe the female principals can 
enhance their leadership experience.  
 
 
1.6      RESEARCH DESIGN 
 
 Since the aim of the study is to investigate female principals’ experience of their 
leadership which will enhance effective management of schools in the Nkomazi West 
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circuit, the qualitative approach will be applied. Some writers allude that qualitative 
research is associated with feminist sensitivity and that by implication qualitative 
research is viewed by many feminists as incompatible with feminism (Bryman, 
1999:288). On the other hand, Skeggs (in Bryman 1999:289)  argues that the political 
goals of feminist research lead to a preference for qualitative research to focus on 
women’s experience and to listen to and explore the shared meaning between women 
with an aim to reformulate traditional research agendas. I am tempted to agree with 
Skeggs in Bryman (1999:288)  because, according to him, one of the reasons why 
qualitative research is associated with the feminist sensitivity is that qualitative research 
allows: 
 
- women’s voices to be heard; 
- exploitation to be reduced by giving as well as receiving in the course of field work;  
- women not to be treated as objects to be controlled by the researcher’s technical   
procedures; 
- the emancipatory goals of feminism to be realized (Bryman 1999:288). 
 
Creswell (2007:181) indicated that qualitative research takes place in the natural setting. 
He further mentions that the qualitative researcher often goes to the site (home, office) of 
the participant to conduct the research. This enables the researcher to develop a level of 
detail about the individual or place and to be highly involved in actual experiences of the 
participants. In view of the above statements by Creswell and Bryman, I was obliged to 
apply the qualitative research in this study in order to understand female principals’ 
personal leadership experience in the Nkomazi West circuit of education. 
 
The research paradigm that will be utilized in this study is the case study. Stake (1995, in 
Creswell, 2007:15) refers to case studies as the strategies in which the researcher explores 
in depth a program, an event, an activity, a process, or one or more individuals. The 
case(s) are bounded by the time and activity, and researchers collect detailed information 
using a variety of data collection procedures over a period of time. One of the objectives 
of the study is to gain insight into female principals’ personal leadership experience. This 
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objective will be achieved (Cooper & Schindler, 2006:217)  since in the case study, 
interview participants are invited to share their experience, with those chosen to 
participate representing different levels within the same organization or different 
perspectives of the same situation or process, to permit depth of perspective. 
 
1.7      DATA COLLECTION 
 
1.7.1  Interviews  
 
I will conduct personal interviews with three Nkomazi West female principals, three 
female educators and three male educators to achieve the research goal. For this study, I 
will interview female principals face-to-face in their offices. I will interview the male and 
the female educators in a place that suits them. I will use a few unstructured, general and 
open-ended questions during the interviews.  
 
1.7.2  Audio and visual material 
 
The tape recorder will be brought to into the place of interview to capture all the 
information from the participants because some information may be left out if data is 
recorded in a journal. Permission will be requested from the participants to use the audio 
tape during interviews. I will bring new batteries to be used should I experience 
electricity problems.    
 
1.8      DATA ANALYSIS AND INTERPRETATION 
 
According to Creswell (2003:190) data analysis involves making sense out of text and 
image data. The data will be prepared for analysis, conducting different types of analyses, 
moving deeper into understanding the data, representing the data and interpreting the 
larger meaning of data. Participants will be asked analytic questions and notes will be 
taken throughout the study; open-ended data will be used. The researcher will ask general 
questions and develop analysis from the information supplied by participants. 
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1.10     PRELIMINARY FRAMEWORK OF THE STUDY 
 
The report of the study will be structured in five chapters. Chapter 1 will include the 
introduction and study outline which will introduce the dissertation and concepts that 
underpin the analytical framework of the study. The literature review is given in Chapter 
2 and will deal with relevant matters concerning female leadership and how the topic has 
been dealt with by other scholars. Chapter 3 represents the data collection and analysis 
which will entail how data was collected and analyzed. Chapter 4 includes the research 
findings which are about the information gathered during the interviews. Chapter 5 is the 
conclusion of the research report. 
 
 
 
1.9      CRITERIA FOR MEASURING QUALITY 
 
1.9.1 Reliability  
 
Reliability is a matter of whether a particular technique, applied repeatedly to the same 
object, yields the same results each time (Babbie, 2007:145). For this study to be reliable 
it should produce the same results when applied to female principals nationally and 
internationally. I anticipate that this study will produce the same results when used 
repeatedly for female principals. 
 
1.9.2 Validity 
 
Validity refers to the extent to which an empirical measure adequately reflects the real 
meaning of the concept under consideration (Babbie 2007:148). Since one of the 
objectives of the study is to gain insight in female principals’ personal leadership 
experience, the validity of the study is to ensure that the researcher observes or identifies 
female principals’ personal leadership experience.  
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1.11    DEFINITION OF CONCEPTS 
 
1.11.1 Leadership 
 
 According to Deventer (2003:68), leadership is frequently seen as an aspect of 
management, with born leaders being characterised as charismatic individuals with 
visionary flair and the ability to motivate and aspire others. Leadership also has to do 
with managing ambiguous situations, with unclear problems and conflicting solution 
possibilities. 
 
1.11.2 Authority  
 
Authority has to do with the right of a manager to enforce certain actions within 
guidelines and the right to take action against those who will not co-operate to achieve 
certain aims (Deventer, 2005:140) 
 
1.11.3 Discrimination 
 
Discrimination occurs when one employee is treated less favourable than another because 
of some or other characteristic that is irrelevant to his or her capacity to do a job 
(Deventer, 2005:271). 
 
1.11.4 Gender stereotype 
 
 Coleman (2005:94) states that the stereotypes are generally negative and judgemental 
about the potential and the performance of women in leadership and management.  
 
1.11.5 Management 
 
According to Deventer (2005:68) management involves designing and carrying out plans, 
getting things done and working effectively with people. 
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1.11.6 Delegation 
 
Delegation (Naidu, 2008:83) occurs when a specific task is given to a specific staff 
member. It is only effective, according to Naidu, if a clear demarcation of functions and 
responsibilities is given. 
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CHAPTER 2: LITERATURE REVIEW 
 
 
2.1 INTRODUCTION 
 
The first chapter of this research provided the background and motivation for the study 
about the leadership experiences of female principals. Women numerically dominate the 
teaching profession in our country (Department of Education Statistics, 2009), but they 
hold a minority of management positions in education, apart from junior primary schools 
which are more often managed by women. In secondary schools, the proportion of female 
and male teachers are roughly equal, but the positions that are better paid and involve 
greater levels of management responsibility are more likely to be held by men (Coleman, 
2002:2) A theoretical framework of the literature that deals with this phenomenon will be 
developed. The literature review will help me in the contextualisation of the occupation 
of my study to argue a case, to identify a niche to be occupied by my research (Henning, 
Van Rensburg & Smit, 2004:27).  
 
This chapter will examine the experience of female principals and how it impacts on their 
management performance. It will also look into strategies to overcome the barriers that 
are experienced by female principals. Feminism and female employment will be 
examined. There is no doubt that there is still a large number of committed female 
educators who are not interested in climbing the promotional ladder. A question arises for 
these women of whether they do enjoy equal opportunities in terms of promotion, as 
stated by The Employment Equity Act of 1996 and the Affirmative Action. Feminism, in 
its various forms, and how these impact on women generally and on women managers in 
particular, will be outlined. Theories on feminism will be used to highlight how women 
have been marginalized in South Africa.  
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2.2 FEMINIST THEORIES 
 
According to Hurtado (2001:33) feminism is an active commitment to equality and 
respect for all forms of life. He further emphasized that feminism is against oppression, 
be it oppression of women, men, specific sexualities on our planet. Feminism seeks for 
women’s oppression, as it looks to the individuality of each human soul. Feminism 
encompasses the move to erode all forms of women discrimination, to strike a balance on 
gender scale (Ledwith in Damons 2008:17). 
 
According to Damons (2008:17) a feminist is an individual whose focal point is on 
women and their rights as well as their upliftment in society. This person may be an 
activist whose main purpose is to challenge all forms of discrimination against women. 
Feminist theory seeks to redress the affair and unjust prescription made by society over 
different roles that men and women portray. Some different feminist theories are listed 
below:  
 liberal feminism  
 radical feminism 
 socialist feminism 
 black feminism 
 post-structural feminism 
 
2.2.1 Liberal feminism 
 
Liberal feminism is concerned with equality between men and women, above all else. 
These equalities proponents put forth that sameness does not mean men and women are 
identical but rather alike, and they argue that difference is either non-existent, the product 
of a mystique, or existing but must be overcome through various efforts including legal 
activism. Women can be seen as capable combining a career with family, in true 
fulfilment and equality, cautioning against the damage of over-mothering. 
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Liberal feminism is concerned with equality between men and women. Wolf  in (Sethlodi 
2001:12) purports that liberal feminism manifests itself into three themes, namely 
equality, sex stereotype and sex discrimination. Equality forms the basis of feminism and 
as a result it seeks to promote equal opportunities for women. For the sake of this study, 
it means equal opportunities in managerial posts. 
 
Sex stereotype and socialisation is the second theme. According to Weiss (2001) sex 
stereotype emanates from the very announcement of the birth of a child. This implies that 
colour is used to separate girls and boys clothes with pink and blue respectively. 
Differentiation is further extended to school whereby girls are treated differently from 
boys. Such practices limit girls’ careers to gender stereotype occupations and family roles 
(Acker, 1993:45 in Sethlodi, 2001:12). Sex stereotyping also encourages attitudes that put 
women in unfavourable positions, e.g. where men perceive themselves as having an 
upper hand over “women’s work, sexually as well as their bodies” (Van der Lippe & 
Fodor, 1998).  
 
Sex discrimination is the third theme within liberalism. It embraces aspects of 
discrimination such as rights, justice and fairness (Acker, 1993:45). These involve acts 
such as sexual harassment, which is abusive in nature. Some men may want to sexually 
abuse women in return for jobs or favours (Wolf, 1993:204). 
 
2.2.2 Radical feminism  
 
 ‘Radical feminists’ blame the exploitation of women on men (Haralambos, 1994:535). 
To a radical feminist it is primarily men who have benefited from the subordination of 
women. The core of radical feminism is patriarchy. Patriarchy entails male domination 
over women (Ledwith & Colgan, 1996:7). This results in women being subjected to  
subordinate positions as compared to men’s superordinate positions. Thus women may 
experience difficulties in trying to be accepted as leaders by their subordinates. 
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Men and women are seen as fundamentally different, with the female mode the basis of a 
future society, in the rejection of marriage and family which act as oppressive 
psychological factors. Radical feminism argues for womanhood. It views woman as ‘we’, 
believing in commonality and mutual support. Espousing the need to be freed from state 
control and from the constraining association with the family, strong different feminists 
argue that the man-made world must be changed as it hinders women (Boyd, 2002). With 
the outcome being the elimination of male privilege and sexual distinction in order to 
break the tyranny of biological and psychological power, radical feminism requires the 
overthrow of male domination and promulgates equality of the sexes. 
 
Radical feminism focuses on two themes. The first theme involves the overall dominance 
of culture and knowledge. This is informed by the notion that men’s activities, 
knowledge and decisions have in the past been taken as human knowledge. On the 
contrary, women’s inputs were ignored (Acker, 1993:50). The second theme, sexuality 
incidences of school life, refers to educators’ unequal focus between girls and boys. As a 
result boys are being more advantaged over girls (Zinn & Dill, 1996). 
 
2.2.3    Socialist feminism 
Socialist feminism aligns itself with Marxist feminism which is capitalistic in nature 
(Thakathi, 2001:130. They both assert that economic, social and political structures bring 
about imbalances within a society. Middleton (1993:42) is of the opinion that the basis of 
socialist feminism emanates from Marxist and radical feminism. Marxist feminism 
argues that education for women emphasizes the negativism of sexual labour division, 
including class difference. Radical feminism on the other hand, emphasises the 
oppression of women by men as well as the enhancement of sexual subordination by the 
school. Socialist feminism entails the combination of the two. 
 
According to socialist feminism, patriarchy and capitalism have to be eroded (Cotter 
2004:17). Patriarchy emanates from materialistic and historical foundations. In turn, 
capitalism emanates from the patriarchal division of labour (Weiner, 1994:67). Thus the 
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relationship between production (through labour) and reproduction (the family) is what 
socialist feminism should entail.  
 
2.2.4   Black feminism   
Black feminism emanates from anti-racist and sexist struggle (Thakathi, 2001:40). 
According to this theory black women have been triply oppressed on the basis of sex, 
colour and class. They were further oppressed by white women, who further created 
economic and social differences among women [of other races] (Weiner, 1994:57) As a 
result black women who were alienated, grouped together to overcome these problems 
(Sethlodi, 2001:15). 
 
Black women found themselves being oppressed and exploited by men of all races 
(Weiner, 1994:58). The benchmark of exploitation and oppression is the family, where 
women are subordinates of males and expected to depend on the man as the head of the 
family. Furthermore, they were exposed to all forms of abuse, including from women of 
other races (Pollard, 1997, in Sethlodi, 2001:15) 
 
Although black and white women face some of the same barriers in their advancement 
positions of leadership, their experiences differ. Black feminism therefore focuses on the 
different needs and encounters of black women in their communities. These feminists 
insist that the simultaneous discrimination based on race, gender, and class be dealt with 
(Weiner, 1994:54 in Damons, 2008:24).  
 
2.2.5 Post-structuralism feminism 
 
Post-structuralism is a notion that came from the challenges on structural conceptions of 
the system that drives society. Feminist post-structuralist challenge the opposition of 
masculinity and femininity (Winter & Wiggleswoth, 1993:88). Post-structuralism is of 
the notion that emphasis is put on ‘agency’ including “structures in the production of 
social practice” (Thakathi, 2001:42). Feminist post-structuralism argue that the meaning 
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of the concept ‘women’ and feminism changes as result of cultural transformation and 
changes in historical events (Weiner, 1994:65 in Damons, 2008:22). 
 
Post-structuralists thus provide new possibilities for understanding women’s socialisation 
in a way that goes beyond viewing girls and women as being disadvantaged. 
Furthermore, it also suggests mechanisms to view women’s state of affairs in a new 
perspective (Jones, 1993:157, in Sethlodi, 2001:15). She further stated that these 
mechanisms will help women to cope with changes which are favourable and 
unfavourable. 
 
2.3 WOMEN AS MANAGERS 
 
2.3.1 Women management and leadership styles 
 
Educational leadership refers to ‘leadership influence through the generation and 
dissemination of educational knowledge and instructional information, development of 
teaching programs, and supervision of teaching performance’ (Trinidad & Normore, 
2005:579). Deventer (2003: 68) further stated that leadership is frequently seen as an 
aspect of management, with born leaders being characterised as charismatic individuals 
with visionary flair and the ability to motivate and aspire others. According to the 
research by Sergiovanni (2007:39), what motivates and what inspires is the positive 
feedback and ‘evidence’ of successful decisions that make a person feel especially good. 
Leadership is therefore about recognising the efforts by subordinates and to reward them 
for the job well done. 
 
Sergiovanni states the following four stages of leadership.    
 
2.3.1.1 Leadership by bartering 
 
At this stage the leader and those lead by him/her, strike a bargain by which the leader 
provides to the followers something they want, in exchange for something the leader 
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wants. In this case a leader may provide a good reward for achieving a 100% pass rate in 
Grade 12. The educators will therefore work very hard to achieve the 100% pass rate and 
get the reward. 
 
2.3.1.2 Leadership by building  
 
The leader provides the climate and interpersonal support that enhances opportunities for 
the fulfilment of needs for achievement, responsibility, competence and esteem at this 
stage. The leader supplies the educators with all the material and resources that they may 
need to achieve the 100% pass rate. 
 
2.3.1.3 Leadership by binding  
 
At this stage the leader and the followers develop and become bound to a set of shared 
values and commitment that bind them together in a common cause. The principal and 
the educator set values that will bind them together until they reach their target.  
 
2.3.1.4 Leadership by bonding 
 
The leader and the followers commit themselves to a set of shared ideas that ties together 
morally as a ‘we’ and that morally obliges them to be self-managing. The principal as a 
leader involves educators by inviting ideas so that they may own the decision and carry it 
as theirs. 
 
Leaders who consider these stages of leadership as cited by Sergiovanni, are 
transformational leaders. Transformational leadership is about the leader and followers 
being united in pursuing high level goals common to both and this will affect high 
performance in schools. 
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2.4    TRANSFORMATIONAL LEADERSHIP 
 
 (Leithwood & Jantri, 1999, ) define a transformational leader as one who builds a school 
vision and mission, provides intellectual stimulation to colleagues while providing 
individualised support, symbolises professional practices and values, demonstrates high 
performance expectations, and develops structures to foster participation in school 
decisions. According to Fiddler (2004:33) transformational leadership is concerned with 
change and empowering followers. Cleveland (2000:308) cited that a handful of studies 
that have compared male and female leaders on transactional and transformational 
leadership find that female leaders, compared to male leaders, are more likely to be 
perceived by their followers as transformational leaders. In transformative leadership by 
contrast, leaders and followers are united in pursuit of higher-level goals common to 
both. Both want to become the best. Both want to shape the school in a new direction 
(Sergiovanni, 2007: 67), though the research indicates that female principals show little 
confidence in themselves in managing higher institutions, but they are said to be 
transformational leaders and they can effect changes as they involve teachers in the 
process. Summons 1997, in ( Prew 2007:449) further cited that international research 
indicates that ‘transformational’ leaders are most effective in adopting and sustaining 
innovations in schools, as compared to ‘transactional’ managers. 
 
The role of a school leader in successful schools has transcended the traditional notion of 
functional management, power behaviour style, and instructional leadership. Whereas, in 
the past, the job of school leader was considered as primarily managerial, the reality of 
our global society have shifted the focus from management (i.e. making decisions about 
how things should be done, the “nuts and bolts” of operation in order to sustain 
organizational efficiency) to leadership (i.e. making decisions about what should be done 
to improve an organization: vision, planning, change and consensus building). According 
to Kowalski (2003:2) “an effective school administrator usually must be both a manager 
and a leader”. 
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2.4.1 The role of transformational leadership 
 
 According to Yukl (in Fiddle & Atton, 2004:27) there are seven characteristics of a 
transformational leader. They are as follows: 
 
2.4.1.1 Articulate a clear and appealing vision 
 
The vision is how you want the school to be in the next coming years. It needs an 
ideological component and this is best communicated by imagery, symbols, stories and 
slogans. People need to understand the purpose and priorities of the organization (Fidler 
& Atton, 2004:27) 
 
2.4.1.2 Explain how the vision can be attained 
 
The principal convinces educators that the vision can be attained by developing 
strategies. Educators need to be involved in the process of vision attainment. Senge 
(2006:192) indicated that a vision is truly shared when you and I have a similar picture 
and are committed to one another having it, not just to each of us individually having it. 
 
2.4.1.3 Act confidently and optimistically  
 
The way the principal speaks and the way of expression and action must demonstrate 
self-confidence to the educators. 
 
2.4.1.4 Express confidence to followers  
 
The principal sets high goals and high expectations and convinces the educators that they, 
together with the principal, will achieve and exceed the expectations. Senge (2006:194) 
noted that in a corporation, a shared vision changes people’s relationship with the 
company. It is no longer ‘their company‘, it becomes ‘our company’. In a school situation 
educators will develop ownership to the school. 
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2.4.1.5 Use dramatic, symbolic action to emphasise key values     
 
The aim is to make an impact. It is therefore imperative that values and standards should 
be developed with staff and be accessible to all the staff members. 
 
2.4.1.6  Lead by example 
 
The principal as a leader acts as role model for what is expected, especially for risky and 
unpleasant tasks. For example, the principal may take the responsibility of disciplining 
the most problematic class or learners. 
 
2.4.1.7  Empower people to achieve the vision 
 
Duties were delegated to educators with the aim of empowering them. Necessary 
resources are made available for the delegated task for positive results.  
 
2.5. WOMEN LEADERSHIP STYLES  
 
Because women have benefited little from the typical Industrial Age organizations, they 
have no affinity to them, and are ready to try new ways of leadership (Evans, 2001, in 
Trinidad & Normore, 2005:574). More than ready, women are free from feminine 
parameters of leadership to compare to in their trial and error quest to develop their own 
styles (Trinidad & Normore, 2005:574). He further cited that feminist leadership styles 
are described in general as interpersonal-oriented, charismatic and democratic and related 
to gender because of stereotypes of women as being sensitive, warm, tactful and 
expressive.   
 
In their studies, Adams and Hambright (2004:210) discovered that some respondents 
praised female administrators, saying they made great elementary level leaders and that 
more are needed. Other responses were that female administrators tend to be more 
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supportive, approachable, sensitive, understanding, nurturing, organised, creative, have 
higher expectations, understand students better, and are more receptive than their male 
counterparts. 
 
Through the involvement of females in leadership (Trinidad and Normore, 2005:579), 
their movement to managerial positions has changed the definition of leadership. Female 
leadership tends towards a style defined as “interactive leadership” that involves: 
 encouraging participating; 
 sharing power and information; 
 enhancing self-worth; 
 changing self-interests for an overall good; 
 relating power to interpersonal skills; and  
 believing in better performance when feeling good. 
  
They further stated that, because of the socialization process, women have developed 
values and beliefs that translate into specific behaviours arising in their leadership styles. 
Thus, women are socialized to show their emotions, feelings, compassion, patience and 
intuition; to help and care for others. 
 
2.5.1  The role of a school leader 
 
Trinidad and Normore (2005:580) stated that the role of a school leader in successful 
schools has transcended the traditional notion of functional management, power, 
behavioural style, and instructional leadership. According to Kowalski (2003:3) an 
effective school administrator usually must be both a manager and a leader. According to 
Trinidad and Normore management is about making decisions about how things should 
be done; the “nuts and bolts” of operations in order to sustain organizational efficiency. 
 
 Deventer (2005:68) further stated that management involves designing and carrying out 
plans, getting things done and working effectively with people. He further elaborated that 
management is first and foremost a matter of people and relationships focused on clear 
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organizational aims and tasks that should be formed to realise the stated aims. It is 
therefore important that a principal be both a leader and a manager in order to manage the 
school effectively. Glotter (in Naidu, 2008:5) refers to management as the internal 
operations of an institution. This means that management involves dealing with systems, 
structures and the culture of a school for effective day-to-day operations.  
 
2.5.1.1 Collaborative Management Style 
 
The word collaboration is often used to refer to working jointly on an activity in a 
classroom (Naidu 2008:130). According to Coleman (2003:107) the collaborative and 
participative style of management encouraging the empowerment of others, and with an 
emphasis on working in teams, is the style most strongly identified with women leaders. 
In agreement with the above statement by Coleman, Fiddler and Atton (2004:7) state that 
a head’s ability to succeed depends on her relationship with the leadership team. The 
collaborative management and the democratic leadership styles promote team work 
which further encourage participation by all members in decision making to achieve their 
goals.  
 
2.5.1.2 Team work 
 
Team learning is the process of aligning and developing the capacity of a team to create 
the results its members truly desire (Senge, 2006:218). The importance of working as a 
team is also seen in Coleman (2003:114). The heads that I interviewed all stressed the 
importance of team work in their school, and all had promoted team work and considered 
teams as an important aspect of school management.  
 
 2.5.1.3 Delegation  
 
Delegation (Naidu, 2008:83) takes place when a specific task is given to a specific staff 
member. According to Naidu it is only effective if there is a clear demarcation of 
functions and responsibilities. In a school the principal delegates duties to the deputy and 
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the education specialists, but remains accountable for the delegated tasks. According to 
Deventer (2007:120) delegation is a process by which a manager at school distributes a 
portion of his total workload of teaching and learning to others.  
 
2.5.2    Collaborating with stakeholders 
 
The word collaboration is often used to refer to working jointly on an activity in a 
classroom (Naidu, 2008:130). According to Coleman (2003:107) the collaborative and 
participative style of management encouraging the empowerment of others, and with an 
emphasis on working in teams, is the style most strongly identified with women leaders. 
In agreement with the above statement by Coleman, Fiddler & Atton (2004:7) state that a 
head’s ability to succeed depends on her relationship with the leadership team. This   
further encourages participation by all members in decision making to achieve their 
goals. 
 
Another aspect of women management and leadership styles is that women practice 
collegial and collaboration styles. According to Gordon in Damons (2008:31), their 
collaborative framework involves sharing of the management, vision and mission of the 
organization and other capabilities to benefit the school’s purpose. Bush (1995:66) 
supports this statement by affirming that women implement a collegial culture of co-
operation, co-ordination and commitment. The healthy atmosphere created by women’s 
styles emanates from the power to encourage the collective sharing of ideas in the 
formulation of a vision, mission and strategies leading to goal attainment. 
 
2.5.3  Communication styles 
 
According to Damons (2008:30) few management skills are as important to the education 
manager as the ability to communicate effectively – both in writing and orally. It is very 
important to have a simultaneous flow of information and ideas from the top down and 
from the bottom up in order to plan a vision, mission, aims and outcomes and to ensure 
action to achieve the set outcomes. Oral as well as written communication  play an 
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important role in decision making, planning, organising, problem solving and 
coordinating activities. 
 
Marshall (in Damons, 2008:30) is of the opinion that women are highly effective in 
communicating with others. He further states that they utilize unambiguous 
communicating styles. This emanates from their strong sense of identity. In their leading 
of staff, they possess good effective communication that empowers individuals and 
groups (Magudi, 2000:15). He further states that women managers utilize informal 
communication in a way that treats people as individuals whose ideas and opinions 
matter to the organization. 
  
 
2.5.4  Interpersonal skills 
 
Winstanley and Woodal (2000:152) perceive interpersonal skills as the process of 
relating well to others. Wolpe, Quinlan and Martinez (in Damons, 2008:27) argue that 
women’s way of leading and managing is influenced by their attributes and the various 
situations in which they find themselves. Judith (in Damons, 2008:27) states that these 
attributes have to do with interpersonal skills. According to Bush (in Damons, 2008:27) 
women generally have an ethical and caring approach to the leading-managing process. 
They demonstrate qualities such as warmth and empathy and they pay special attention to 
honesty, gentleness, compassion, gender and trust. Goodman (1996:1) further claims that 
women do display emotions such as anger at work. Their anger can be associated with 
attributes such as being sharp-tongued, persistently annoying, being cruelly nasty and 
prone to crying. Their tears can be used manipulatively or, on the other hand, to reveal 
their openness: women show guilt by crying and this crying conveys the message that 
they care about their employees and inspire excellence. 
 
Women are better listeners, less analytical and aggressive. However, these scholars also 
argue that some female managers’ behaviour devalues other women because of their 
failure to support them. Morgan (1994:69) affirms these ideas when he states that some  
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women display successful managerial and leadership qualities, whilst other women fail to 
become effective managers. These arguments indicate some differences in women‘s ways 
of managing. Goodman (1996:2) argues that women’s ways of leading and managing 
originates from their domestic responsibilities and limited mobility, changes at work, 
sexism and styles of childhood socialization. Women regard each other as colleagues, 
value each other, and show mutual respect and show common values (Damons, 2008:28). 
  
2.5.5  Women as change agents 
 
As change agents, female educational leaders start with improving the situation of the 
school towards the image of an ideal they have envisioned (Trinidad & Normore, 
2005:583). They further stated that women school leaders focus on a vision of what a 
school should be and where the school should head to. 
 
According to Goleman (1996:316) emotional intelligence refers to the ability to 
recognize your own feelings and those of others in order to produce emotions and then 
reason with these emotions, to be able to motivate oneself and others and to manage our 
emotions well in ourselves and in our relationships. Weisinger (in Damons, 2008:28) says 
emotional intelligence is the intelligent use of emotions: you intentionally make your 
emotions work for you by successfully using them to help you guide your behaviour and 
thinking in ways that can enhance your results, in order for you to reach a higher level of 
emotional and intellectual growth.  
 
According to Le Roux and De Klerk (2001:10) interpersonal intelligence and 
intrapersonal intelligence are the main components of emotional intelligence. Gardner (in 
Weare, 2000:68) defines interpersonal intelligence as the ability to understand others, 
how they work, what motivates them and how to work cooperatively with people. 
Interpersonal intelligence is the ability to understand oneself, to form an accurate model 
of oneself and to use this model to operate effectively in life. A combination of 
intelligence, interpersonal and intrapersonal skills can be seen as emotional intelligence. 
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A manager or leader can increase his or her emotional intelligence through self-
awareness, managing emotions by self-control, motivating others, showing empathy, and 
handling relationships. Self-awareness means observing oneself, learning and gaining 
relevant values and behaviours, managing emotions and handling feelings correctly so 
that they are appropriate for the situation and people involved. Motivating oneself 
requires channelling emotions in the service of a goal and exercising emotional self- 
control. Empathy requires showing sensitivity to other’s feelings, concerns, and 
perspectives; it also means appreciating the differences in how people feel about things. 
Finally, handling relations effectively means managing emotions in others, as well as 
gaining social competence and social skills on a continuous basis. Kaifi (2010:16) says 
emotional intelligence is basically a type of social intelligence that requires an ability to 
monitor one’s own feelings as well as other’s emotions, while using factual information 
and other situational variables to guide one’s thinking and decisions. These 
characteristics associated with emotional intelligence are the essence of effective 
leadership and management. “Being able to deliver a warm style of leadership and paying 
attention to all staff members are key elements of gaining the trust and respect of 
employees” (Kaifi, 2009:92). 
 
Effective managers and leaders influence others to take action. Most effective leaders and 
managers have a high degree of skills that are known now as emotional intelligence. 
Emotional intelligence skills will require more than just emotional intelligence to be 
successful. While being aware of one’s emotions and the emotions of others certainly 
influences managerial performance, it is also necessary for effective leaders to use, 
understand, and manage emotions to achieve leadership success. Leaders and managers 
should be in touch with their emotions and use their emotions to be effective. It is 
paramount that effective leaders and managers have the ability to understand emotions 
and the ability to recognize relationships between emotions, the different meanings that 
emotions convey, and how emotions change from one state to another. Managing 
emotions allows leaders and managers to handle demands of organizational life and the 
multi-faceted opportunities it presents. Effective leaders and managers demonstrate the 
ability to focus on the appropriate coping strategies versus the emotion itself, while 
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staying focused on creating and enhancing long term interpersonal relations (Kaifi, 
2010:16) 
 
2.6   OVERCOMING BARRIERS TO WOMEN’S SUCCESS 
 
Some of the inhibitors of women’s progress as mentioned by Cubillo and Brown 
(2003:281) is the lack of confidence, lack of competitiveness and fear of failure. 
According to Acker and Feuverger (1996, in Cubillo and Brown, 2003:281) these 
qualities should not necessarily be seen as weaknesses, but strengths that women could 
utilise for effective leadership and management. As a female principal I have also 
experienced that I work overtime to cover my day’s work because I am afraid that I may 
not meet the due dates for submissions to the circuit office and this is working for me, 
because my work is up to standard. It is further cited in Cubillo and Brown (2003:281) 
that the fear of failure tended to be much reduced once the women were aware of the 
“rules of the game”. 
 
Adam and Hambright (2004:210) discovered that more time spent on the job, the lack of 
time to pursue licensure, and the additional time needed for extracurricular attendance, 
inhibit the leadership endeavours. He further cited that another inhibiting factor was the 
prospect of dealing with difficult, complaining, and noncompliant teachers, staff, and 
students.  
  
2.6.1 Motherhood and career: balancing the equation 
 
According to Moorosi (2007:508) some of the findings in this regard indicated that 
women principals find it difficult to strike a balance between home and work and end up 
neglecting the family for the sake of the career. This supports what Moorosi has just 
stated, namely that women managers have additional difficulty performing their 
management role because of the conflicting attitudes and the stereotype regarding what it 
means to be a manager. Women who are managers and have children therefore straddle 
the dual world of parenting and working and are usually not successful in balancing the 
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two (Coleman, 2005:53). Woman managers in general report that the disadvantages 
experienced by married women who try to combine a career with domestic 
responsibilities include role conflict, difficulties of geographical mobility, insufficient 
time for both home and career, feelings of guilt. Therefore, combining a career and 
family seemed problematic for women, especially the younger ones who are still 
expected to prove themselves as good mothers and good wives (Moorosi, 2007:517)    
 
2.6.2  Dealing with prejudice and stereotype 
 
According to Deventer (2005:271) discrimination in employment occurs when one 
person is treated less favourable than another because of some or other characteristic that 
is irrelevant to his or her capacity to do a job. Such characteristics include membership of 
a group, gender, marital status, parenthood, race, disability and sexual orientation 
(Coleman, 2005:41). Direct discrimination on the grounds of race or sex occurs when 
someone is treated less favourable than another person being employed, simply on 
grounds of their gender or ethnicity. Potential examples of this abound in the report of the 
female head teacher, where the need for a woman to be better than others in order to 
succeed, was quite overt in some interviews. 
 
The aim of the Employment Equity Act is to promote equal opportunities and fair 
treatment in employment through the elimination of unfair discrimination (Deventer, 
2005:270.) The Employment Equity Act (no. 55 of 1998) states in section 5: “Every 
employer must take steps to promote equal opportunity in the work place by eliminating 
unfair discrimination in any employment policy on practice. Females were the victims of 
discrimination in the past and they are still experiencing the same problem since this 
practice is still reported to unions as a concern”. 
  
According to Coleman (2005:94) the stereotypes are generally negative and judgemental 
about the potential and the performance of women in leadership and management. The 
women heads deal with the negative stereotypes that impede their progress and working 
relations with peers and subordinates, mostly by trying to ignore them. 
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It becomes difficult for a female principal to ignore a situation that you face on a daily 
basis. Coleman (2005:92) in her survey cited that head teachers in her survey were aware 
of a masculine culture operating in a certain staffroom, sometimes linked to gender 
‘jokes’ and even bullying. According to Coleman, female head teachers encounter many 
reminders of the fact that they are female in what is generally perceived to be male job 
and if she is also black, she faces even more possibilities of criticism and stereotyping. 
Women leaders in education need to find the leadership style that, without denying its 
feminine origins, result in effectiveness. The redefinition of skills and characteristics of 
an effective school leader, following the current trends of organizational leadership, will 
help erase gender stereotypes and focus on desirable characteristics that candidates (men 
or women) bring to the position (Logan, 1998, in Trinidad and Normore, 2005:579). 
 
The Nkomazi West Circuit is next to Swaziland and Mozambique and the community of 
that area is bound together by their culture. In their culture males are seen as leaders 
(Moorosi 2007:510). These social practices tend to reflect and support men’s experiences 
and life situations by placing a higher value on masculine identity, since they have been 
created largely by and for men and are based on male experiences. 
 
Culture is defined as a pattern of ways of thinking, feeling, and reacting acquired and 
transmitted through symbols; the essence of culture consist of traditional ideas and their 
attached values (Kluckholmn,1995, in Trinidad and Normore, 2005:578). 
 
Despite the predominance of female teachers across all levels (i.e. primary, elementary, 
middle, secondary), leadership positions are held predominantly by men. Even with 
increased numbers of female and minority group educators becoming prepared as 
administrators, school districts continue to hire white men (Glass 2000, in Trinidad and 
Normore, 2005:579). 
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2.6.3  Overcoming patriarchal obstacles 
 
Patriarchism has to do with male domination over females and some men. Atkinson, 
Wyatt and Senkgawe (1993:217) argue that patriarchy in schools is still rife, particularly 
in schools where females are school leaders. Females are faced with a formidable 
challenge of resistance, insubordination and sabotage (Greyvenstein, 2000:31). These 
efforts, particularly from men, are about power (Convention on the Elimination of all 
Forms of Discrimination against Women, 2000:14), and because secondary school 
principals are in a position of power, they are sometimes viewed as being deviant from 
the norm. 
 
Such perverse discriminatory views require female managers to balance their interests 
and aspirations (internal factors) with external factors arising from the long reign of 
domination by men over women (Ledwith & Colgan, 1996:7-23). Practices of such 
discriminatory views have, due to previous practices, kept women from being promoted 
to certain higher positions in management. 
 
Patriarchal practices further overlay and intensify the dominance of prejudices about 
women managers and as a result, encourage the subtle sustenance of male domination in 
management positions (Al-Khalifa, 1992:99, in Sethlodi, 2001:27). This research argues 
that female managers should plant the seed of equality in their institutions and nature 
them into the norms and values of absolute balance between females and males where 
neither loses their identity. The department of education needs to develop a support 
structure for women managers taking into consideration that they both have to rear their 
families and improve their career paths. 
 
2.6.4 Addressing inequalities 
 
Redressing discrimination is a fact that is entrenched in the Constitution of South Africa, 
Act 108 (9) of 1996. According to GETT(Gender Equity Task Team), 1997:1) and 
Pigford and Tonnsen (1993:1), women are in most cases seen to be ordinary caregivers 
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for learners whilst men manage schools. These notions are indicative of the inequalities 
that exist. Furthermore, they are a reason to encourage women to defy discrimination 
directed towards them because it hampers growth and their success (World Bank, 
1995:21). 
 
Mathipa and Tsoka (2000:28) have observed that inequalities are brought about by 
cultural patterns from traditional societies as well as religious beliefs. This is evidenced 
by the fact that they are used as “instruments through which the social system reproduces 
itself and through which systemic inequalities are maintained” (O‘Connell, 1994:75). 
These patterns have positioned women to be ‘mere children’ and thus could not in the 
past be placed in leadership positions and have to a large extent engrossed women’s 
attention from their capabilities (Mathipa & Tsoka, 2000:28). Thus women should 
challenge these societal patterns and change the status quo by applying for leadership 
positions. 
 
Despite contradictory evidence, stereotypes concerning female inadequacy as managers 
persist and act to distort perceptions of male and female performance and potential. One 
obvious consequence of these ideas is that a man is more likely to be selected for a 
managerial position than is an equally qualified female. Bush and West-Burnham 
(1994:180) suggest that once a woman is selected for a managerial position, her superiors 
will be less committed to her career development than that of her male counterpart. 
 
Not only can sex stereotyping act to prevent the selection and development of female 
managerial talent, but it can distort performance evaluation. This can be achieved by 
casting a particular sex for a particular position. The ultimate consequence of sex 
stereotyping is that it may become self-fulfilling. Unfortunately, many women believe 
themselves less capable of managing than men, and have become resigned to jobs for 
which they are over-qualified. Too many capable women have given up or avoided career 
aspirations either to behave consistently with a self-concept, or to adjust to a society 
shaped and dominated by men. Because gender role stereotypes and myths such as the 
above, have evolved from traditional roles that women have played for years, negative 
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biases, sexist generalizations and stereotypical myths could inhibit her effective 
application of her task or duty (Damons, 2008:45). Although education appears to be 
undergoing a feminization of leadership, both demographically and conceptually, most 
women principals still encounter barriers that impact on their performance.   
 
2.6.5  Empowerment and career development 
 
Career development and empowerment are known concepts for shaping career paths of 
individuals in an organization. These concepts encourage participants to respect and own 
collective decisions taken (Steyn, 1998 in Sethlodi, 2001:31). They are implemented to 
improve and advance individuals skills and performance. According to Erasmus (in 
Sethlodi, 2001:31) the Education Department has to commit to women development and 
advancement so that they (women) become an equally important resource as men are. 
 
Murray (in Damons, 2008:45) postulates that women should act as carriers, catalysts and 
gatekeepers for new ideas within the framework of advancing their careers. They should 
learn continuously by affiliating with higher learning institutions and empower 
themselves with their career paths courses (management and leadership). They should 
learn by doing and being on the job and constantly being self-aware (Damons, 2008:46). 
In this process, they should consider sources of learning such as modelling, peer 
assessment, projects and events. They should have a strong sense of self and get used to 
presenting their ideas confidently and assertively. They must have clear knowledge and 
insight of the external and internal barriers that prevent them from attaining their goals. 
They must capitalize on their strengths and invest in in-service-training, workshops, and 
mentoring on how to deal with what they experience at schools as female managers. They 
must be aware of their thoughts and attitudes. 
 
Empowerment is the authority to direct and exert power over resources. Power over 
resources implies creating avenues to establish and sustain a positive work environment 
where decisions are taken collaboratively (Steyn, 1998 in Setlhodi, 2001:32). Women 
managers need to enhance their skills through empowerment programs so that they can 
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be able to exert authority over resources appropriately. However, chances of exerting this 
authority may be hampered by the fact that the advancement of opportunities for females 
lags behind that of males at all levels of the education system (World Bank Report in 
Setlhodi, 2001:32).  
 
Women should be integrated into development programs in order that they are made to 
feel more equal (Elson, 1995 in Setlhodi, 2001:32). Developmental programs on the other 
hand, instil the notion of “think manager, think male” (Booysen, 2000:35). 
 
 
 
2.7  CONCLUSION 
 
This chapter shows that women are under-represented in managerial positions in relation 
to the number of women in the education institutions. Theories of gender, including 
different kinds of feminism, discrimination and stereotypes were discussed. Alluding to 
these perspectives significantly forms a point of departure, on the basis that they give 
background information on the need for this research. 
 
A theoretical framework on leadership and management styles, together with gender in 
organizations is provided because it points out the diverse management styles and 
inequality in organizations. It is relevant to the research because it gives a structure to the 
subsequent topics. These topics are based on the theoretical framework as stated in 
Chapter 1. 
 
In the next chapter, the researcher focuses on the research design and method to be 
employed in eliciting personal opinions on the experiences of female managers in the 
Nkomazi West schools.   
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C H A PTER  3 :  METH O DOLO GY  AND  RESE A R CH DES I GN  
 
3 . 1  I NT RO D U CTIO N  
 
The previous chapter dealt with the literature review arguing the experiences of female 
principals. It provides a framework underpinning the research. The literature survey 
further indicates how other sources view the topic being studied. There are numerous 
experiences that impact on the leadership of female principals. The researcher is 
interested in how female principals’ colleagues perceive their principals’ leadership 
experience. This chapter focuses on the research design, data collection and analysis.  In 
this chapter the researcher elaborates on the method used to collect data, the 
methodological norms and ethical considerations. 
 
The researcher used the qualitative research approach to gain insight into female 
principals’ experiences in their management positions and how they perceive themselves 
as female leaders as a result of under representation of females in management posts. The 
research paradigm underpinning the study is provided. 
 
3.2    RESEARCH PARADIGM  
 
Interpretive epistemology 
Knowledge is constructed by descriptions of people’s intentions, beliefs, values and 
reasons, meaning making and self-understanding (Henning, 2004:20). Henning further 
mentioned that phenomena and events are understood through mental processes of 
interpretation which are influenced by and interact with social context. In this study the 
researcher has to look for the way in which people make meaning in their lives and what 
meaning they make.  
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Ontological dimension 
 
This dimension asserts that reality about the research topic is the construction of the 
research design by the researcher. In an ontological situation a number of realities exist, 
such as the researcher, the participant, and the research report reader (Creswell, 1994:4). 
Thus, the ontological and epistemological assumption underlying my research locates it 
within the interpretive research paradigm. 
 
3.3    RESEARCH METHOD 
3.3.1   Qualitative case study method 
Creswell (2007:181) indicated that qualitative research takes in the natural setting. He 
further mentioned that the qualitative researcher often goes to the site (home, office) of 
the participant to conduct the research. This enables the researcher to develop a level of 
detail about the individual or place to be highly involved in the actual experience of the 
participants.  In this research a case study method will be employed. 
 
3.3.2. Case study method 
 
In a case study the researcher explores in depth a program, an event, an activity, a 
process, or one or more individuals. The case(s) are bounded by time and activity, and 
researchers collect detailed information using a variety of data collection procedures over 
a sustained period of time (Creswell, 2007:15). 
 
This study has utilized the case study to get an understanding of female principals and 
their experiences at work. The female and male educators were part of the study to share 
how they view female leadership and what their experiences are that affect female 
principals in their management role. 
  
Case studies strive to portray ‘what it is like’ to be in a particular situation, to catch up 
reality and a ‘thick description’  of participants’ lived experiences of, thoughts about and 
36 
 
feelings for a situation (Cohen, 2007:254). I chose the case study method (Merriam, 
2003:19) since it is employed to gain an in-depth understanding of the situation and 
meaning for those involved. Since the unit of analysis is female principals of the 
Nkomazi West, this study seeks to bring an understanding of female leadership 
experiences and the situations they are faced with.  
 
3.4  DATA GENERATION 
  
The participants in this study were three female principals of the Nkomazi West Circuit 
office from different schools, together with six Senior Management Team members from  
each school. All of them are black and have more than ten years of experience in school 
management. I have conducted purposive sampling (Cohen, 2007:115) since in many 
cases, purposive sampling is used in order to access ‘knowledgeable people’, i.e. those 
who have in-depth knowledge about a particular issue, maybe by virtue of their 
professional role, power, access to networks, expertise or experience. In this study, three 
female principals of the Nkomazi West were selected because of their professional role 
and their expertise so that data can be collected from relevant people. 
  
 Babbie (2007:189) states that purposive sampling is a type of sampling in which you 
select the units to be observed on the basis of judgment about which ones will be most 
useful or representative. Another name for purposive sampling, according to Babbie 
(2007:189), is judgemental sampling. For this study the purposive sampling will be used 
to access female principals because of their professional role and experience. 
 
For the authenticity of the research, the following selection criteria will be taken into 
consideration: 
The study will be conducted in the Nkomazi West Circuit of education and therefore the 
black female principals of the circuit will be part of the study. The following criteria were 
set to enable the researcher to collect data from relevant people: 
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 Primary school principal who reached position one in the National Teachers’ 
Awards will be part of this study. 
 School Management Teams who work with female principals. 
 Female secondary school principal who reached position one in the Grade 12 
results last year. 
 Female primary school principal whose school is a feeder to the most under-
performing secondary school. 
 
3.4.1  Interviews 
 
Interviews were conducted with three female principals of the Nkomazi West Circuit. 
Permission to access the schools of the female principals was granted by the circuit 
manager.  
 
According to Cohen (2008:348) the interview is a flexible tool for data collection, 
enabling multi-sensory channels to be used: verbal, non-verbal, spoken and heard. 
Cormack (2008:294) further states that an interview is a purposeful interaction between 
two or more people who are in a process of communication, conversation and negotiation 
for a specific purpose associated with some agreed subject matter. In this study the 
agreed subject matter is the perception of female leadership in the Nkomazi West Circuit 
of education. During the interview with principals, questions will be posed to them and 
they will be given a chance to elaborate on what they experience in their management 
posts. 
  
The semi-structured interview method was used to interview principals and where they 
responded, another question was asked, depending on how they responded. The open-
ended questioning refers to the semi-structured interview used to let respondents react 
openly and freely to the question asked (Sethlodi, 2001:45). The semi-structured 
interviews are used to encourage a free and friendly atmosphere so that the researcher 
may understand how people attach meaning to the situation they find themselves in. 
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The female principals were interviewed individually in their offices for privacy sake. 
Access to the office was controlled to make sure that there were no disturbances. The 
interview took 2 to 3 hours and permission was requested from all the participants to 
record the interview. 
  
3.4.2  Focus group interviews  
 
According to De Vos (2005:299) focus group interviews are group interviews. They are 
means of better understanding how people feel or think about an issue, product or service. 
According to Creswell (2003:184) the researcher conducts face-to-face interviews with 
participants, interviews participants by telephone or engages in focus group interviews 
with six to eight interviewees in each, face-to-face and telephonically. For this study a 
face-to-face interview was conducted. 
 
Krueger (in De Vos et al., 2005:300) defines the focus group as a carefully planned 
discussion designed to obtain the perception on a defined area of interest in a permissive, 
non-threatening environment. According to Babbie (2005:316) a focus group interview is 
a socially oriented research method capturing real-life data in a social environment, has 
flexibility, with high face validity, delivers speedy results and with low costs. For this 
study, focus group interviews were conducted with SMT’s (School Management Teams) 
of three female principals’ schools.  
 
There are two sets of questions: principals’ questions and educators’ questions. The 
questions for educators are similar to those of principals, but are slightly different to suit 
the educators. Semi-structured interviews of SMT’s were conducted separately from their 
principals so that they may respond freely and give their honest opinion. They were also 
allowed to respond in writing if they felt like it and to use the language that suits them to 
respond to questions. Some participants chose to respond in writing to some questions 
which they felt they cannot be said openly. To guarantee anonymity, pseudonyms were 
used and an empty box was supplied where the written responses were dropped in after 
the interview. 
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3.4.3  Observation 
 
According to Merriam (in Qhibi, 2006:42) observation is used to observe the everyday 
world. Some observations may be unconscious and unsystematic but using observation as 
a research tool allows the researcher to gain firsthand knowledge of a phenomenon of 
interest. The principals of the three schools were observed. The focus was more on the 
principal and her management and how she interacts with her subordinates. The aim of 
the observation was to find out how she deals with different situations and to discover 
how educators interact with their principal and how they perceive her. 
 
Observation took place in the principals’ office and the staff room. Observations started 
from the morning, during break time and after school. At first the educators I interviewed 
before were uncomfortable when they saw me in their school surroundings again. I then  
explained to them that the purpose of the visit was to determine whether the observation 
would yield the same data as the interview. 
 
Observation lasted for three weeks in the three schools, which means that a week was 
spent in each school. During the observation field notes were taken in a manner that did 
not disturb and raise questions from the participants. 
 
Fick (in Damons, 2008:57) describes field notes as a classic medium for documentation 
in qualitative research. Since the researcher is the primary instrument for data collection 
and analysis in the research process, it usually involves fieldwork (Merriam, 1998:7). 
Fick further stated that field notes are not merely summaries of events, but rather detailed 
written descriptions of what was observed as well as the researcher’s interpretation. The 
researcher should also physically acquaint himself with the participants, the environment, 
and the institution in order to observe behaviour in its natural setting (Creswell, 
1994:145) 
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3.5 DATA ANALYSIS 
 
Qualitative data analysis involves organizing, accounting for and explaining the data; in 
short, making sense of data in terms of the participants’ definitions of the situation, 
noting patterns, themes, categories and regulations (Cohen, 2008:461). According to 
Damons (2008:56), data analysis means a search for patterns in data-recurrent 
behaviours, objects or body of knowledge. Creswell (1994:153) states that data analysis 
requires that the researcher be comfortable with developing categories and making 
comparisons and contrasts. There are steps to be followed when analyzing data. The 
generic steps involve the following steps as stated by Creswell (2002:191). 
 
Step 1:  Organize and prepare the data for analysis. This involves transcribing interviews, 
optimally scanning material, typing field notes, or sorting and arranging into different 
types. 
 
Step 2:   I read all the data to obtain the general sense of the information and to reflect its 
overall meaning. What general ideas are participants saying? What is the tone of the 
ideas?  
 
Step 3:   In this step the coding process begins. Coding is the process of organizing the 
material into ‘chunks’ before bringing meaning into it. This process involves taking text 
data or pictures, and segmenting and labeling those categories with a term. 
 
Step 4:   The coding process was used to generate a description of the setting or people as 
well as categories or themes for analysis. Description involves a detailed rendering of 
information about people, places, or events in a setting. 
 
Step 5:   This step is about how the descriptions and themes will be presented in 
qualitative narrative. A narrative passage approach was used to convey the findings 
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through the discussion of the chronology of events, several themes or a discussion with 
interconnecting themes. 
 
Step 6:   This is the last step that involves making an interpretation or meaning of data; 
“what were the lessons learned”. According to Creswell, the lessons could be the 
researcher’s personal interpretation, couched in the individual understanding that the 
inquirer brings to the study from her own culture, history, and experiences. 
 
 3.6     QUALITY 
 
Trustworthiness 
For any study to be scientific it must be regarded as credible, reliable, believable and 
trustworthy by the reader. To maintain this, data must be carefully measured by means of 
reliability and validity instruments (Merriam, 1998:204). According to Merriam 
(1998:205) reliability and validity deal with the confidence and belief about the outcomes 
of the study. This phenomenon is called trustworthiness. 
 
Credibility and confirmability 
According to Lincon and Guba (1985, in Dhar, 2008:15) the criteria for establishing 
trustworthiness include credibility and confirmability. Credibility refers to the truth of the 
data and subsequent interpretation, whereas confirmability refers to the objectivity of the 
data. The techniques used to establish the credibility of this study include data 
triangulation, peer debriefing, and member checking. Data triangulation included the use 
of multiple data sources to reach conclusions (Polit & Beck, 2004). 
 
In order to establish credibility (Dhar, 2008:15), selection included only informants that 
met the inclusion criteria in order to ensure that they had experiences that were of interest 
to the study, collecting data through personal in-depth interviews and using non-leading 
questions to facilitate the expression of rich data by the informants. In this study, three 
female principals were selected form the Nkomazi West Circuit in the Mpumalanga 
Province. 
42 
 
 
Confirmability was established (Dhar, 2008) through bracketing, maintaining a reflexive 
journal and establishing an audit trail. 
 
3.7    ETHICAL IMPLICATIONS     
 
The participants in this study are three female principals of the Nkomazi West Circuit 
office from different schools, together with six Senior Management Team members from 
each school. All of them are black and have more than ten years of experience in 
management. 
 
The permission to access the female principals was requested from the circuit manager. 
 A letter requesting permission was submitted to the circuit manager before conducting 
the research. 
 
During the first visit the researcher explained to the participants face-to-face the 
procedures to be followed during the interview so that individuals can reasonably expect 
what to anticipate during the research. I also explained that the process will not put them 
at risk and that they will be treated with respect. It was clarified that their participation 
was voluntary such that they had a right to withdraw if they felt like doing so. 
 
The purpose of the study was explained to them so that they understood the nature of 
research and its impact on them. They were made aware that they had a right to ask 
questions and that opportunity was open to them. The right to privacy was respected such 
that interviews were conducted in a convenient and quiet place. 
 
Participants were ensured that all the information gathered would be treated 
confidentially. Pseudonyms were used to guarantee anonymity. All the participants were 
made aware that they were free to use the language of their choice.  
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To show that the participants and the researcher had an agreement to these provisions, the 
signature of the researcher and the participants were made available in a consent letter.  
3.8.  CONCLUSION  
 
The focus of this chapter was the approach used to conduct the research. The qualitative 
and research design in this study was detailed. Furthermore the data collection, data 
analysis and criteria for measuring quality were detailed. This chapter also clarifies how 
trustworthiness will be ensured. The next chapter will focus on the research findings and 
interpretations. 
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CHAPTER 4:     DATA ANALYSIS 
 
4.1   INTRODUCTION 
 
Chapter 3 dealt with the research design, methodology and the rationale for using the 
qualitative research method. The research sample, design and the procedures of data 
analysis were detailed. 
 
The purpose of this chapter is to present the data collected from three female principals 
on what they experience as female leaders. This chapter will also present data collected 
from School Management Teams of the three schools of the three female principals. 
According to Merriam (1994:164, in Damons, 2008:66), to analyse data is to find some 
essential meaning in the raw data, to reduce, to reorganize and to combine it so that the 
reader shares the researcher’s findings in the most interesting fashion. Babbie, Mouton 
and Prozesty (2001:101) also indicated that we interpret data for the purpose of drawing 
conclusions that reflect on the interest, ideas, and theories that initiated the inquiry.  
 
4.1.1. Content analysis 
Content analysis is the process of summarizing and reporting written data and their 
messages (Cohen, 2008:475). Krippendorp (2004:18, in Cohen, 2008) defines it as a 
research technique for making replicable and valid inferences from texts (or other 
meaningful matter) to the contexts of their use. Furthermore, the assumption in this 
process is often made that you arrive at a set of valid findings, due largely to the stringent 
application of the method of coding and categorizing. 
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4.2.   STEPS IN DATA ANALYSIS 
 
4.2.1. Preparation of data 
The first step is to organize the data according to the way the interviews will take place. 
The dates were assigned to the three participants. Pseudonyms of all the participants were 
used for anonymity, confidentiality and privacy. Each participant was given a number, 
principal 1 for identity. Participants took part in the project on the basis of informed 
consent, and on a voluntary basis, with rights of withdrawal at any time (Cohen, 
2008:98). Recording of the interview may be done if the participants feel comfortable 
with that. This implies that the researcher should bring two audio recorders, a note book, 
a suitable private venue and spare batteries (Henning, 2004:74). 
 
4.2.2  Data analysis 
Data analysis means a search for patterns in data-recurrent behaviour, objects, or a body 
of knowledge (Newman, 1997:426). He further stated that once a pattern is identified, it 
is interpreted in terms of a social theory or the setting in which it occurred. Data analysis 
involves examining, sorting, categorizing, evaluating, comparing, synthesizing and 
contemplating the coded data as well as reviewing the raw and recorded data (Newman, 
1997:472). 
 
4.2.3  Coding of data 
Coding is the process of classifying or categorizing individual pieces of data – coupled 
with some kind of retrieval system (Babbie, 2005:394). It is the hard work of reducing 
mountains of raw data into managable piles (Wolcott, 1994:24). Furthermore, data coding 
is the process of disassembling and reassembling the data. Open coding involves 
exploring the data and identifying units of analysis to code for meaning, feelings, action, 
events and so on. The researcher codes the data, creating new codes and categories and 
subcategories where necessary, and integrates codes where relevant until the coding is 
complete (Cohen, 2008:493). 
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4.2.4  Establishing categories, themes and patterns 
 
When the process of coding has been completed and codes have been identified, the 
researcher moves from codes to categories. The researcher then groups the codes into 
categories. Open coding adopts the method of constant comparison where the researcher 
compares the new data with existing data and categories, so that the categories achieve a 
perfect fit with the data. If there is a poor fit between the theory and data, then the 
categories and theories have to be modified until all the data are accounted for (Cohen, 
2008:493). 
 
4.2.5  Interpretation of  data 
 
Data interpretation is the last step in data analysis and involves obtaining the results of 
the study. A qualitative researcher interprets data by giving them meaning, translating 
them, or making them understandable. However, the meaning he or she attributes to the 
data begins with the point of view of the people being studied. He or she interprets data 
by finding out how the people being studied see the world, how they define the situation, 
or what it means for them (Newman, 1997:335). In this chapter the responses of the three 
female principals who participated in this study will be interpreted. 
 
4.3    DATA ANALYSIS PER QUESTION 
 
4.3.1. Codes from Questions 1 and  2 
QUESTION 1: Have you been interested in applying for a higher post in the 
Department of Education? If not, why? 
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The codes identified for Question 1 were challenge being way from home, interest and 
willingness to grow and practice my skills of management. The code challenge being 
away from home was assigned to Principal 1 who responded: “No, I like my work as a 
principal and do not like traveling long distances and being away from home for my kids. 
Higher posts demand traveling a lot whereas I do not travel long distances as principal.” 
 
Based on the response, the third code interest in willingness to grow was allocated to 
Principal 3: “The higher posts yes, in the same department, if possible! I have suffered a 
lot in this department to get where I am, I want to go for a higher post in management to 
explore.” 
Table 4.1: Illustrating codes, categories and themes from Questions 1 and 2 
Question Code  Category  Theme  
1. 
 
 
 
 
 
- challenge being away 
from home 
- interest and willingness 
to grow  
- practice my skills of 
management 
 
 
 
 
 
- it is a challenge to be 
away from home for 
too long 
- interested to grow 
- females have 
management skills  
 
 
 
 
 
 
 
 
- female principals 
have management 
skills, are focused and 
are committed to work 
and willing to grow 
- stakeholders need 
 to accept and support 
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2. 
 
- has the management 
skills 
- commitment and 
focused 
- skills for principalship 
- they are committed, 
have skills   
 
  
females in leadership 
 
 
The second code practice my skills of management was allocated to Principal 2 and she 
responded that, “Yes, I have been interested to head an institution to be able to practice 
my skills of management. I had a vision of a model school under my supervision.” 
 
 
QUESTION 2: What persuaded you to apply for a principal’s position? 
 
The following codes were identified from Question 2:  has the management skills,  
commitment and focused, skills for principalship. In addressing the first code has the 
management skills, Principal 3 was assigned based on her response, “Seeing that a 
number of women who go for higher positions is low, I wanted to show that women have 
got management skills and they can make good managers. I wanted to encourage women 
to stand up and go for higher posts. I wanted them to see if I can, why can’t they?” 
 
The second code commitment and focused was assigned to Principal 1 and she 
responded: “I was seconded to the position because of the person I am. I see myself as a 
committed and focused person.” 
 
The third code skills for principalship was allocated to Principal 2 because she indicated 
“The skills and love for the nation made me to go for the principalship. The experience I 
have gained when I was a deputy principal urged me to go for a principal’s post.”  
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4.3.2   Categories from Questions 1 and 2 
 The codes challenge being away from home, interest and willingness to grow and 
practice my skills of management identified in Questions 1 and 2 were developed into 
the following categories: it is a challenge to be away from home for too long, interested 
to grow, females have management skills and they are committed, have skills. All three 
participants have displayed interest and willingness to climb the ladder though they need 
support and encouragement from stakeholders and the Department.  Principal 3 displayed 
a positive self-esteem and indicated that she wants to encourage other females to go for 
higher posts to show that they are capable. 
4.3.3  Themes from Questions 1 and 2 
The themes female principals have management skills, are focused and are 
committed to work and willing to grow and stakeholders need to accept and support 
females in leadership, was assigned to the above questions because of the responses 
from the participants. The employment by skills into higher posts will address the small 
number of employed females and bring improvement because females have the 
management skills and are committed to their work as the participants have indicated 
during interviews. 
 
4.3.4 Codes from Questions 3, 4 and 5 
QUESTION 3: What have you experienced in managing a school with males and 
females? 
Three codes were identified from this question: its educative, resistance from males and 
show respect and co-operation. Principal 3 alluded as follows in support of the first 
code, its educative: “It’s fun, it’s horrible, it’s educative. It makes one stay cautious all 
the time.” 
The second code resistance from males was allocated to Principal 2 who indicated that 
“I have experienced resistance from males and a pull-down syndrome from females. As a 
woman I am a fast thinker and act fast and men are slow and retard my progress.” 
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Principal 3 was allocated the third code show respect and co-operation because she 
responded as follows: “Most are supportive, show respect and co-operation from all staff 
members.” 
 
QUESTION 4: How do you find working with male educators? Do you get the 
dignity you deserve from male partners? 
Three codes were identified from Question 3: committed to their work, respectful and 
some resist to take instructions. The code committed to their work was assigned to 
Principal 1 as she responded “Male educators are co-operative, respectful and committed 
to their work.” 
The second code respectful was allocated to Principal 3 because of her response, “Yes, 
of course, the respect of calling you ‘mom’ in the true sense of it.” 
The third code some resist to take instructions was assigned to Principal 2, based on her 
experience: “Yes, I do get the dignity, though some still feel pity and shame to be led by 
a woman. Some resist to take instructions and to respond to them.” 
TABLE 4.2:  Illustrating codes, categories and themes from Questions 3, 4 and 5 
Question  Code  Category  Theme 
3.  - its educative 
- resistance from males 
- show respect and co-
operation 
- committed to their work 
- respectful 
- some resist to take 
instructions 
 
- challenging for more 
development 
- they are respectful, co- 
operating and committed 
to their  work  
- resistance is prevalent in 
some 
 
- principals should be 
trained on policy 
development and 
implementation 
- the Department should 
create opportunities to 
develop teachers about 
the Constitution of the 
country and policies on 
gender 
4. 
 
- somebody who is - workshops on dealing 
51 
 
making a difference 
- take them as my 
colleagues 
- as a powerful leader 
 
with gender stereotype 
- staff development 
brought positive changes 
5. - male and female accept 
one another as colleagues  
- gain experienced 
working together 
- know the Constitution of 
the country 
- not to fear of the 
unknown 
 
- male and female 
principals should be 
given a chance to attend 
trainings and meetings 
together and females be 
given a chance to lead 
the meetings 
 
QUESTION 5: How do you perceive yourself as a female amongst male principal 
colleagues? 
There are three codes that were developed from Question 4: somebody who is making a 
difference, take them as my colleagues and as a powerful leader. In addressing the 
first code somebody who is making a difference, Principal 2 responded, “I view myself 
as an icon and somebody who is making a difference. As a unique person I work as a 
helping hand whose voice must be heard.” 
 
The second code take them as my colleagues was allocated to Principal 3 because of her 
response, “I take them as my colleagues, I respect them and give them credit always, but 
when they take advantage of me as a female, I take them to task.” 
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Code three, as a powerful leader, was assigned to Principal 1 because she has indicated that,  
“I am able to make necessary sacrifice and go beyond the call of duty to achieve my goals. I see 
myself as a powerful leader.” 
 
4.3.5 Categories from Questions 3, 4 and 5 
The codes its educative, resistance from males, show respect and co-operation, 
committed to their work, respectful and some resist to take instructions, somebody 
who is making a difference, take them as my colleagues, as a powerful leader and 
male and female accept one  another as colleagues, were identified in the development 
of the following categories: challenging for more development, they are respectful, co- 
operating and committed to their  work, resistance is prevalent in some, workshops on 
dealing with gender stereotype, staff development brought positive changes, gain 
experience working together, know the Constitution of the country and  not to fear the 
unknown. The code some resist to take instructions is experienced by all the 
participants. 
4.3.6  Themes from Questions 3, 4 and 5 
The categories challenging for more development, they are respectful, co-operating and 
committed to their work, resistance is prevalent in some, workshops on dealing with 
gender stereotype, staff development brought positive changes, gain experience 
working together, know the Constitution of the country and  not to fear the unknown 
were developed into the themes principals should be trained on policy development 
and implementation, the Department should create opportunities to develop 
teachers about the Constitution of the country and policies on gender, male and 
female principals should be given a chance to attend training and meetings together 
and females should be given a chance to lead the meetings. These themes resulted 
from the feeling of the participants as a tool for overcoming gender stereotype. 
Participants further indicated that female leadership seminars should be encouraged and 
be funded by the Department. 
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4.3.7  Codes from Questions 6 and 7  
 
 
QUESTION 6: How do you balance a household and your career as a principal?  
 
Three codes have been identified from Question 6: help use time effectively, delegate 
some of household duties and exchange roles. In addressing the first code, help use  
time effectively, Principal 1 was assigned and she responded; “I plan, prioritize, use time 
effectively to have time for my household responsibilities. I also delegate some duties to 
the staff members as a way of empowering them.” 
Principal 3 supported the second code delegate some of household duties in answering 
Question 6: “It is tough, but I am now used to it. I delegate some of my household duties 
to my household helper to help with washing and cleaning the house, though my husband 
wants me not to delegate in caring for his clothes and cooking for him.” 
 
The third code exchange roles, was allocated to Principal 2, based on her response to the 
question, “As a wife and a mother I am able to exchange roles when I get to work. As a 
manager I treat people the same way and I enjoy my career as a principal because I apply 
policies and monitor that all departmental policies are followed.” 
TABLE 4.3:  Codes, categories and themes from Questions 6 and 7 
 
Question Code Category Theme 
6  - help use  time 
effectively 
- delegate some of 
household duties 
- exchange roles 
- provision of a time table 
and display in the 
staffroom communication 
of delegated duties 
 
 
 
 
 
- monitor, motivate and 
support the delegated 
person 
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7 - consult with authority 
- authority at work and 
with limited authority at 
home 
- know my place at home 
- capacitation on 
delegation skills 
 
 
QUESTION 7: What are your experiences as the one with authority at school and 
with limited authority at home? 
 
Three codes have been identified from question seven: consult with authority at work, 
authority at work and with limited authority at home and know my place at home. 
Principal 2 addressed code one, consult with authority at work as she responds, “My 
experience is that I have full authority as a principal with the help of policies and my 
position gives me those powers to apply authority at school. It is not like home where one 
should consult the husband or family members before taking any action. At work I do 
consult, but with authority, to achieve your goals.” 
 
The second code, authority at work and with limited authority at home was allocated 
to Principal 1 as she responded: “I have authority at school and I do not have a problem at 
home since I share equal power with my husband, though it still remains that he is the 
head of the house. I sometimes find myself following his orders.” 
 
Principal 3 alluded on the third code know my place at home in her response: “I was 
married before I became a principal, so I know my place at home. Being a principal did 
not change things in my marriage.” 
 
4.3.8   Categories from Questions 6 and 7 
 The codes help use time effectively, delegate some of household duties, exchange 
roles, consult with authority at work and with limited authority at home and know 
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my place at home from Questions 6 and 7, were used to develop the following 
categories: provision of a time table and display in the staffroom communication of 
delegated duties and capacitation on delegation skills. The participants indicated that 
they delegate some of their duties in order to balance household duties with management 
duties as principals. Furthermore participants use time tables to use time effectively. 
 
4.3.9   Themes from Questions 6 and 7 
The theme monitor, motivate and support the delegated person was developed from 
the category provision of a time table and display in the staffroom communication of 
delegated duties and capacitation on delegation skills was assigned to the above 
question because of the responses of the participants. The participants have a duty list and 
time tables that was drawn up in a meeting where everybody was given a chance to 
comment about the allocation and it is displayed in the staffroom where everybody can 
access it. Teachers are reminded every morning about their duties for the day, but 
continue not to do their duties as allocated.  
 
However, another participant indicated that delegation with authority needs monitoring 
so that the delegated person can be supported and be developed to perform the duty. This 
calls for internal workshops to be conducted at school to use time effectively and to 
overcome barriers.  
TABLE 4.4 Codes, categories and themes from Questions 8, 9 and 10  
Question Code Category Theme 
8 
 
 
 
 
- some duties males do 
not want to carry 
- jealousy on 
achievements by females 
- ignore cleaning duties 
 
 
- duty list is developed 
together in a meeting and 
displayed in the staffroom 
 
 
- school management 
teams should remind 
them every morning 
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9 
- male and female as 
equal employees 
- policy and procedures 
 
- every teacher is provided 
with a policy handbook 
10 - like recognition 
- feel they can do better 
- communication of award 
for good performance 
- be informed about NTA 
- participate in the 
National Teachers Award 
- award and funding of 
the award ceremonies 
 
4.3.10 Codes from Questions 8, 9 and 10 
 
QUESTION 8: What are your challenges in implementing gender equity in the 
school? 
Three codes have been extracted from this question: some duties males do not want to 
carry, jealousy on achievements by females and ignore cleaning duties. The first code  
some duties males do not want to carry was allocated to Principal 2 and she responded: 
“The challenges that I experienced in implementing gender equity is that men want to be 
superior at work. There are some duties that they do not want to carry just because they 
are males, like teaching learning areas like life orientation. Males want women to be 
inferior always.”  
 
Principal 3 was afforded a chance to attend the second code jealousy on achievements 
by females and she indicated, “Men will always complain when it comes to gender 
equity. They will indicate jealousy in achievements made by females.”  
 
The third code ignore cleaning duties was attended by Principal 1 who responded as 
follows: “Boys still think that cleaning classrooms and windows is for girls only. Male 
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educators ignore cleaning activities because they think it the female educators’ 
responsibility.” 
 
QUESTION 9: How do you deal with discrimination and abuse at work? 
  
The codes male and female as equal employees and policy and procedures are the 
only ones that were identified in this question. The first code male and female as equal 
employees was addressed by Principal 2 in her response: “I make sure that everybody is 
treated equally and just. Males and females are equal employees and employed at the 
same level and need to respect one another. I make them aware of policies and code of 
ethics so that they may be aware that abuse is a serious misconduct.” 
 
Both Principal 3 and 1 addressed the second code policy and procedures as they both 
responded. Principal 3: “I handle it with care and by following the policy, though it is not 
common.” Principal 1: “Unfortunately I have not yet experienced cases of abuse, but if 
they arise, I will follow the rules, regulations and procedures.” 
 
 
QUESTION 10: Are you being recognized for your efforts that you put at work by 
male colleagues? 
 
Two codes, like recognition and feel they can do better, have been identified from this 
question. Principal 3: “Yes, maybe it is because they cannot perform some of the duties. 
They want to receive the glory and praise for work not done by them. They dislike 
responsibilities and accountability.” In her response Principal 1 supported the code feel  
they can do better: “Yes, they do but, they still feel that they could have done better 
than you have.” 
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4.3.11  Categories from Questions 8, 9 and 10 
 
The code some duties males do not want to carry, jealousy on achievements by 
females, ignore cleaning duties, male and female as equal employees policy and 
procedures, like recognition and feel they can do better were developed into the 
following categories: duty list is developed together in a meeting and be displayed in the 
staffroom, every teacher is provided with a policy handbook, communication of award 
for good performance, be informed about NTA and participate in the National 
Teachers Award. The participants’ responses indicated that there is a need for 
recognition of good performance to encourage those who are reluctant to do other duties 
like cleaning activities. 
 
4.3.12  Themes from Questions 8, 9 and 10 
 
The themes school management teams should remind them of their duties every 
morning, award and fund the award ceremonies emanated from the categories that 
were developed from the questions. The development of the duty list, time table and 
awarding good performance has resulted in everybody to realize that all the employees 
are equal and need to perform duties equally with responsibility. 
4.4.    CONCLUSION 
 
In view of the findings I have discovered that female principals are strong since they are 
able to handle a multi career, as they are seen as care givers and mothers at school and at 
home. It also emerged that they are undergoing a lot of stress since they experience 
difficulty in managing male educators. There are some indications that female principals 
have confidence in themselves and are willing to serve in higher managerial posts, but 
those who are not principals are reluctant to become principals because of what they have 
experienced from their female principals. In my view, female principals should be 
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empowered and supported to reach the ceiling because this study revealed that they are 
good leaders, except for those who are against female leadership. 
 
If a female should blow the whistle over the undermining of female leadership, males 
would learn not to take women as the female species, but to see them as their colleagues 
and accept them as human beings. I also anticipate that if women could be in leadership, 
the problem of sexual abuse and discrimination because of gender could be eliminated. I 
suggest that a study be done to find out what male principals’ experiences in managing 
schools are. 
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CHAPTER 5: SUMMARY, FINDINGS, CONCLUSIONS AND  
 
RECOMMENDATIONS 
5.1    INTRODUCTION 
The conceptual framework of the research is based on the fact that female principals 
experience challenges in reaching the ceiling. The feminist theories attempted to outline 
the need for this research. Furthermore, the identified strategies enabled them to 
overcome barriers to women’s success.  
This chapter focuses on the findings of the literature review, the interviews and 
observations conducted by a female principal in the Nkomazi West Circuit in the 
Ehlanzeni District in Mpumalanga. The objective of this study was to investigate the 
leadership experience of female principals of the Nkomazi West Circuit. The chapter 
concludes with findings, recommendations and suggestions for further research regarding 
the experience of female principals. 
A summary of the study will follow. 
 
5.2    SUMMARY OF THE STUDY 
 
Chapter 1 provided the background and rationale of the research. It also stated the 
research problem, the aim of the research, the research method, the conceptual 
framework and the division of the chapters of the research study. 
Chapter 2 focused on the literature about women managers overcoming the barriers to 
their success and how they can apply different strategies in overcoming the barriers they 
experience as female principals, so that they can apply for higher posts with confidence. 
Feminist theories were mentioned with an aim of bringing relevancy to the study. 
Literature recommendations on what women managers experience in their leadership was 
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also provided. The strategies that women managers can use to overcome the barriers to 
their success were also provided: 
 Motherhood and career: balancing the equation 
 Dealing with prejudice and stereotype 
 Overcoming patriarchal obstacles 
 Addressing inequality 
 Women empowerment  
 
Following the literature review, Chapter 3 dealt with the research design, a sample 
selection and qualitative method. The rationale for choosing the qualitative research 
method of the study was described. The method of collecting data focused on the 
individual interviews with female principals, male principals and male and female deputy 
principals. Applying the reliability, validity and ethical study method has proved the 
scientific quality of this research study. 
Chapter 4 dealt with the in-depth analysis and interpretation of data obtained through the 
interviews of female principals of primary schools and their colleagues. The constant 
comparative method was employed to analyze the respondent’s comments as well as the 
observed interactions. The uncovered themes were:  
 Stereotype – widely held generalization about a group of people that assign 
attributes to them solely on the basis of a limited number of categories. 
 Emotional intelligence believes that principals need the ability to relate 
sensitively to people whose assumptions are different to theirs. 
 Communication and collaboration is the key to a healthy school community. 
 Personality and leadership traits ague that some leadership styles have 
advantages and personality traits can be linked to them. 
 Cultural beliefs suggested that culture is often defined as the blueprint for 
living in a group whose members share a given territory and language and 
call themselves by the same name. 
62 
 
 
The findings and interpretations of data collected from the literature review and the 
interviews were outlined and summarized in Chapter 5. 
 The next section presents the findings in accordance with the stated aims in order to 
indicate how each aim of the research was achieved. 
  
5.3   FINDINGS 
 
In the light of the literature review and the responses to the interviews, the following 
findings were made. These findings will be interpreted in accordance with the aims: 
o Gain insight into female principal’s experience in their leadership. 
o Compare female principal’s colleagues’ leadership experience compared with 
experiences of others 
o Explore how female principals and their colleagues believe they can have a more 
effective and satisfying leadership. 
 
5.3.1  Findings that emanate from female principals’ experience in their leadership 
The first aim is concerned with the experiences of female principals in their leadership. 
The key factors that were identified from the literature review with regard to gender 
discrimination, were that there is a need to eradicate the prejudice that emanate from 
cultural beliefs: these opinions lead to believing, thereby stereotyping (Wolf:1993:195). 
This stereotyping emanates from the belief system with an aim of preserving culture, 
privilege and power and arouses expectations whereby men are seen to be powerful, thus 
promoting patriarchal practices. The patriarchal system subjects women to a state of 
being dominated, thus creating inequalities between men and women. 
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During the interview with female principals’ colleagues, the aspect of discrimination 
appears unintentionally. The female principals are consciously and subconsciously faced 
with these challenges and have to deal with them. Discriminatory comments and actions 
frequently occur behind their backs, making it difficult for them to be aware of them. 
Despite the discriminatory remarks and prejudice, they managed to keep the school 
effective and functional. Their management is shaped by the qualities they have in 
dealing with different stakeholders and the support received from different sectors. 
 
5.3.2 Findings related to comparing female principals’ colleagues’ leadership 
experience with others 
The second aim intended to compare female principals’ colleagues’ leadership experience 
with the experiences of others. The society has always and still view males as better 
managers and this dampens the spirit of equal opportunities for all, which is much talked 
about in the laws that govern South Africa as a country. The factors that were identified 
were prejudicial perception of female principals, willingness to co-operate and to commit 
to school activities, preconceived assumptions of female competence and cultural 
differences. 
During the interviews with the female principals they indicated that some male staff 
would deliberately question the purpose of meetings and practicality of some activities 
after it has been discussed. Some experiences of sabotage are being experienced by 
female principals in the form of not willing take orders or carry resolutions taken in a 
meeting, and it is spread to other innocent and new staff members.  
In comparing female principals with their male colleagues it appeared during the 
interviews that male colleagues, who have experience working with both, regard female 
principals as good listeners, problem solvers, dedicated, trustworthy, motivators, led by 
example and are approachable, unlike male principals. 
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5.3.3 Findings related to how female principals and their colleagues believe they can 
have a more effective and satisfying leadership 
The third aim intended to explore how female principals and their colleagues believe they 
can have a more effective and satisfying leadership. Firstly, women are guided to have 
coaches and mentors who will assist them not to adopt a masculine management style, 
but to enhance their feminine wealth of skills and strategies. 
Secondly, the existing culture needs to be altered, such that the gender of the instructor 
and the performer is of no essence, but the core business is the essence. This implies that 
sources of culture that enhance disparities have to be eradicated. Policy implementation 
will ensure that this is achieved. 
Lastly, the ability to control emotions and to appropriately deal with other individuals’ 
problems, was prevailing from male colleagues who were interviewed.  
The strategies that a female manager can apply in creating a conducive teaching and 
learning environment are conveyed in Chapter 2 of this study.  
The collaborator approach was seen as another strategy that can be used where every 
stakeholder will be involved in all the school activities and be part of decisions that are 
taken. Community involvement has become a buzzword in our time and everybody 
seems to agree that it is essential that the community should become involved in the 
activities of the school (Van Deventer & Kruger, 2003:261). 
 
5.4     RECOMMENDATIONS 
  
5.4.1  Dealing with perceptions about women 
Women managers are under scrutiny by their subordinates. Their actions are viewed from 
a gender perspective. Thus teachers, particularly males, need to be educated on the need 
to be tolerant of women as their equals, as human beings in their own right and to begin 
to respect that, irrespective of position. 
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 Both genders need to be made aware of their differences and how they need one another 
to complement these differences in their work. Being aware of opposite sexes’ 
differences enables managers to accept them and thus co-exist (Tannen, 1990:297). 
 
5.4.2. Overcoming gender discrimination 
All forms of discrimination are prohibited by the Constitution of South Africa, clause 8. 
Again, the preamble of the South African schools Act (no 84 of 1996) states that ”the 
country requires a new national system for schools… which will combat racism and 
sexism and all other forms of unfair discrimination and intolerance…”. These national 
law enforcement documents must be adhered to. 
 
 Therefore, it is imperative that: 
o teachers are continuously reminded of the need for addressing gender differences. 
This can be done through district offices circulating periodical magazines or 
newsletters on gender matters. 
 
o aspects of stereotypic roles for men and women should be combated so that more 
equitable functions are promoted. This can be achieved through strict enforcement 
of equity policies and compulsory agreement contracts to conform to these 
policies. 
 
o boys and girls are subjected to the same projects, tasks and treatment at school so 
that future equity problems can be minimized. 
 
o the Department of Education needs to come up with media programs that address 
equity issues and the danger of gender discrimination. 
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5.4.3   Equity and equality in human resources 
Stereotypical perception of women principals’ management styles inhibits school 
structures from being productive and efficient. All stakeholders who perceive women 
managers differently should learn to work together in determining the essential needs, 
critical issues and problems in their various individual schools. Through this, female 
principals will be able to link their abilities, spirit and gain self-confidence in their style 
of leading and managing. The reality of this is that excellence in female leadership cannot 
be attained without valuing both male and female contributions in all school activities. 
 
5.4.4   Educational training 
The educational programmes and projects should be planned in such a way that they 
empower female principals with the skills they need and to encourage them to obtain 
those skills necessary to compete with their male colleagues in managing schools. 
Ongoing training is imperative for school principals to gain insight, acquire new skills 
and have confidence in managing and performances. Planners should build programmes 
on women principals’ strengths, courage and ingenuity. Providing them with wider and 
more effective options with regard to resources and skills could do this. Furthermore, 
women principals should be encouraged to attend institutions and seminars focused on 
school leadership and management. 
Issues of motivation, personal skills and job skills should be stressed in the training of 
women principals. Male principals and teachers should also be trained in issues of equity, 
tolerance and non-discrimination against women.  The main purpose of the training 
should be focused on doing away with different behaviour displayed towards men and 
women with regard to women climbing the ladder. 
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5.4.5   Educational policy and development 
 
Educational policy should be regarded as a tool to support and empower female 
principals to manage the situations they encounter in their work place as managers. The 
Department of Education should actively participate in accelerating changes in gender, 
political, economic and social structures that diminish women’s hopes to be future 
District Directors. Moreover, affirmative action programmes should be implemented to 
provide women principals with skills that will alter their inferiority complex and self-
concept with regard to the style of management they are practicing. 
They should study relevant courses and obtain qualifications with the purpose of 
developing new skills. 
To obtain this, newly appointed female principals should read articles on female 
leadership and seek advice from neighbouring female principals. They should be closer to 
coaches, mentors, sponsors and women managers at senior level in order to be competent 
in their roles of leading and managing schools.      
 
5.5. THE FINDINGS OF THE RESEARCH CONFIRMED THE FOLLOWING 
 
Within the context of the South African education system, women managers could be 
considered as crucial. This is concretized by management approaches by women such as 
collaboration and communication, shared power, core principalship, professionalism, 
ethics of care and motherhood. With regard to this, the researcher is convinced that 
women leadership is imperative in uplifting and advancing the education system. 
What is encouraging despite the negative discriminatory elements that surfaced is that, 
these female principals interviewed have defied the odds in creating opportunities to 
climb the leadership ladder. However, it is imperative that the education department 
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creates opportunities to enable more women to apply for top managerial posts, 
particularly District and Head office posts. 
 
5.6.   CONCLUSION 
It can be deducted from this research that there is a pervasive hunger for trustworthiness, 
commitment, responsibility and competent leadership in education. It is important to 
mention that some female principals had no formal training in leadership or management 
skills. Most of these female principals were appointed into these posts without any formal 
training or mentoring programmes as a starting point. 
The perception that female principals cannot cope in this male dominated environment 
and the cultural sexist prejudices from communities around schools were some of the 
obstacles that impede the performances of women principals. Schools have become 
extremely complex and specialized, thus requiring effective skillful leaders who know 
exactly what to do from day one in this position. Women need to recognize that they have 
valuable skills and that they devalue their feminine skills because they don’t feel that they 
are important, but these are the skills that help them manage better to avoid conflict and 
allow them to operate more collegially. 
The researcher‘s observation is that women managers are ideal change agents who need 
to overcome gender discrimination in transforming schools, especially secondary schools. 
They possess a wealth of skills and have the ability to manage schools, whether primary 
or secondary, as competent as their male counterparts, irrespective of the impeding 
barriers. More women need to be appointed into senior positions with proper induction 
programmes, constant training, mentoring and coaching so that the balance in terms of 
gender is maintained and that a message is not projected out to the young generation that 
senior positions are meant for men.    
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        Ndlavela Primary School  
        P.O.BOX 265 
        SIHLANGU 5 
        1349 
        28.09.2009 
 
 
Madam/sir 
 
I am a master’s student at the University of Johannesburg and about to finish 
my degree. Presently I am compiling a report and I request your assistance 
in the compilation thereof. I would like to assure you that participating in 
this research will be anonymous and voluntary.  
 
I hope you will be interested to participate in this research. 
 
Mashele L.M. (Ms)     Participant’s signature  
(909676752) 
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Research title: Experiences of three female principals of the Nkomazi 
West Circuit in the Ehlanzeni District Office in Mpumalanga 
 
Researcher: Mashele L.M.  Student number: 909676752 
 
Supervisor: Professor P. du Plessis 
 
The following research  questions were asked from female principals: 
 
1. Have you been interested in applying for a higher post in the Department of 
Education? If not, Why? 
 
2. What persuaded you to go for a principals’ position? 
 
3. What have you experienced in managing a school with male and females? 
 
4. How do you find working with male educators? Do you get the dignity you 
deserve from male partners? 
 
5. How do you perceive yourself as a female amongst male principal 
colleagues? 
 
6. How do you balance a household and your career as a principal? 
 
7. What is your experience as the one with authority at work and without it at 
home? 
 
8. What are your challenges in implementing gender equity in the school? 
 
9. How do you deal with discrimination and abuse at work? 
 
10. Are you being recognized for your efforts that you put in at work by male  
                   colleagues? 
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IN RESPONDING TO THE ABOVE QUESTIONS, PRINCIPALS RESPONDED 
AS FOLLOWS: 
1. Have you been interested in applying for a higher post in the Department of 
Education? If not, why? 
 
Principal 1: “No, I like my work as a principal and do not like traveling long 
distances and being away from home for my kids. Higher posts demand traveling a 
lot when I do not travel long distances as principal.” 
 
Principal 3: “The higher posts yes, in the same department, no! I have suffered a lot 
in this department.” 
 
Principal 2: “Yes, I have been interested to head an institution to be able to practice 
my skills of management. I had a vision of a model school under my supervision.” 
 
2.   What persuaded you to go for a principal’s position? 
 
Principal 3: “Seeing that the number of women who go for higher positions is low, I 
wanted to show that women have got management skills and they can make good 
managers. I wanted to encourage women to stand up and go for higher posts. I wanted 
them to see if I can, why can’t they? 
 
Principal 2: “The skills and love for the nation made me go for the principalship. The 
experience I have gained when I was a deputy principal urged me to go for a 
principal’s post.”  
 
Principal 1: “I am able to make the necessary sacrifice and go beyond the call of duty 
to achieve my goals. I see myself as a powerful leader.” 
 
Principal 1: “I was seconded to the position because of the person I am. I see myself 
as a committed and focused person.” 
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Principal 2: “I view myself as an icon and somebody who is making a difference. As 
a unique person I work as a helping hand whose voice must be heard.” 
 
3.   What have you experienced in managing a school with males and females? 
 
Principal 3: “It’s fun, it’s horrible, it’s educative. It makes one to stay cautious all the 
time.”  
 
4.  How do you find working with male educators? Do you get the dignity you 
deserve from male partners? 
 
Principal 3: “Yes of course, the respect of calling you ‘mom’ in the true sense of it.” 
 
5.   How do you perceive yourself as a female amongst male principal 
colleagues? 
 
Principal 2: “I have experienced resistance from males and a pull down syndrome 
from females. As a woman I am a fast thinker and act fast and men are slow and 
retard my progress.” 
 
Principal 1: “Most are supportive, show respect and co-operation from all staff 
members.” 
 
6.   How do you balance a household and your career as a principal?  
 
Principal 1: “I plan, prioritize, use time effectively to have time for my household 
responsibilities. I also delegate some duties to the staff members as a way of 
empowering them.” 
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Principal 2: “As a wife and a mother I am able to change caps when I get to work. As 
a manager I treat people the same way and I enjoy my career as a principal because I 
apply policies and monitor that all departmental policies are followed.” 
 
Principal 3: “I was married before I became a principal so I know my place at home. 
Being a principal did not change things in my marriage.” 
 
7.  What is your experience as the one with authority at work and without it at 
home? 
 
Principal 1: “I have authority at school and I do not have a problem at home since I 
share equal power with my husband, though it still remains that he is the head of the 
house. I sometimes find myself following his orders.” 
 
Principal 2: “My experience is that I have full authority as a principal with the help 
of policies and my position gives me those powers to apply authority at school. It is 
not like home where one should consult the husband or family members before 
taking any action. At work I do consult but with authority to achieve your goals.” 
 
8.   What are your challenges in implementing gender equity in the school? 
 
Principal 3: “Men will always complain when it comes to gender equity. They will 
indicate jealousy in achievements made by females.”  
 
Principal 2: “The challenges that I experienced in implementing gender equity is that 
men want to be superior at work. There are some duties that they do not want to carry 
just because they are males, like teaching learning areas like life orientation. Males 
want women to be inferior always.” 
 
9.   How do you deal with discrimination and abuse at work?  
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Principal 1: “Fortunately I have not yet experienced cases of abuse, but if they do 
arise, I will follow the rules, regulations and procedures.” 
 
Principal 2: “I make sure that everybody is treated equally and just. Males and 
females are equal employees and employed at the same level and need to respect one 
another. I make them aware of policies and codes of ethics so that they may be aware 
that abuse is a serious misconduct.” 
  
10. Are you being recognized for your efforts that you put in at work by male 
 colleagues? 
 
Principal 1: “Yes, they do but, they still feel that they could have done better than 
you have.” 
 
Principal 2: “Some do recognize your effort but some do not.” 
 
Principal 3: “Yes, maybe it is because they cannot perform some of the duties. They 
want to receive the glory and praises for work not done by them. They dislike 
responsibilities and accountability.” 
 
